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14 MAY 1982 


MEMORANDUM FOR: Executive Director 


FROM: James N. Glerum 
Director of Personnel 


SUBJECT: Spouse Leave Without Pay Program 


1. Action Requested 
It is requested that you approve the recommendation contained in 
paragraph 3. 


2. Background 


a. Since 1972, the Agency has had a fomal progran that has tried to 
accommodate the employment needs and desires of the Agency-employed spouses of 
Agency employees during assignments to U.S. and foreign field locations. In 
the eyes of many of the employees who accompanied their spouses, the progran 


~ Nas been less than satisfactory, despite our good faith intentions and efforts 


to try to balance their needs with the Agency's. 


b. ‘The program has evolved fran the original provision for three 
years' Leave Without Pay (LWOP) with no guarantee of a position upon return to 
Headyuarters, through several minor modifications, to the current provision 
for 90 days' LWOP, conversion to Contract Wnen Actually Employed (WAE) status 


‘1£ no position is identified, and with a guarantee of restoration to a like 


position and the grade held at departure. 


c. My staff recently canpleted a study of the program following a 
year of operation of the current provisions. A report on that study is 
contained in Attachment B which also includes recommended modifications which 
were developed as a result of the study and further refined by the Personnel 
Manayement Advisory board in April 1982. We believe that the proposed 
modifications bring this program up to date with the current state of societal 
changes and yive due consideration to the need to balance Agency 
responsibilities and needs with employees' responsibilities and needs. 
Attachnent A provides a maTy of the program with the recommended 
modirications. 


3. Recommendation 
It is recommended that you approve the tollowing provisions of the 
“Agency! S$ progran for the spouses of Ayency employed couples being assigned to 
U.S. and foreign field posts: 
a. Retain the current provision for completion of the trial period 


with Director of Personnel approved of waivers requested and justified by the 
Career Service. 
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b. Modify the use of LwoP to provide 90 days for those trial-period 
employees whose Career Service does not request and justify a waiver. Should 
a field assignment not become available within the 90 days the trial-period 
employee will be required to resign. 


c. Eliminate the requirement to convert to contract When Actually 
Buployed (WAE) status following 90 days’ LWOP for any employee (including the 
trial period employee for whom a waiver has been approved) and substitute a 
provision to retain staff status and convert to a time-limited Reserve staff 
SproMAGnent in WAE status. 


d. Modify the current maximum 52 months' absence to provide for a 


| _ 52-month "basic" cumulative total period of absence which may be extended at 


any future tine by the responsible Career Service. 


e. Add a statement that Career Services may disapprove requests for 
extensions of the basic period provided they have given thorough consideration 
to all aspects of the employee's service and the Career Service needs. 


£. Add options for employees whose Career Service does not approve 
an extension of the basic period or, on the rare occasion of a disapproval of 
an initial request within the 52-month period, to either remain in place, 
- resign to accompany the primary employee, or convert to Reserve WAE Staff 
Status with no Career Service obiigation to restore the anployee to active 
employment or the previously held yrade. 


g. Retain the current Career Service obligation to restore the 
employee to active employment at the grade held upon departure for the 
52-nonth basic period and extend this obligation to any future extensions 
approved by the Career Service. 


h. Retain the other current provisions of the progran as follows: 


(1) Employee signature on a memorandum of understanding 
(different ones for approved and non-approved 
Situations) ; 


(2) Headquarters approval of the proposed rate of pay when 
the WAE employee is employed; 


(3) Requirement for the enployee to return to active 
employment status within 60 days of return to 
Headyuarters; 


(4) Career Service jurisdiction of the employee during 
all approved absences; : 


(5) Suspension of comparative evaluation at the point 
where no performance appraisal is available in the 
employee's reyular occupational specialty; 
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(6) Career Service cognizance may change with agreement 
of all three partics. 


/s/ James N. Glerum 


demes N. Glerun 


whe recaunendations contained in paragraph 3 ares 


APPROVED me DISAPPROVED ( ) 


fs/ John v, MeMahon 44 MAY 1982 
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ATTACHMENT A 


SUMMARY OF PROPOSED REVISED SPOUSE EMPLOYMENT PROGRAM 
"FOR SPOU SPOUSES OF AGENCY EMPLOYEES ASSIGNED TO 
OTHER GEOGRAPHIC LOCATIONS 


-Completion of trial period, or D/OP approval of a waiver 


justified and requested by the Career Service (not the employee). 


‘ No Career Service obligation to request waivers. 


If trial period not completed and waiver not requested, employee will be 
authorized 90 days' LWOP following expiration of annual leave to allow 
for location of a position at: the new location. 


a. Should an assignment develop, employee may be "picked up" by the 
Station. 


b. Should an assignment not develop, the employee will resign upon 
. completion of 90 days' LWOP. 


c. An acknowledgement of this provision will be required through 
employee signature on memorandum of understanding. 


Employees may be absent for a cumulative "basic" period of 52 months 
with no time limitation on the accumulation. 


There will be no requirement for Headquarters service between 
tours within the 52-month period. 


Enployees will convert directly fran full-time career staff status to 
When Actually Bnployed (WAE) reserve staff status before departure for 
the field. 
Career Services may grant extensions of the “basic" period. 
There will be no requirement for Headquarters service between 
completion of the basic period and extension or between exten- 
sions. 
Career Services may disapprove requests for extensions. 


If an extension is not approved, the employee may opt to: 


a. Remain in place, 


._b. Resign, 


c. Convert to Reserve WAE Staff Status with no Career Service 
obligation to restore to active employment or at the grade 
held at the time of departure. 
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Career Services are obligated to restore to active emp!) .oyment at the 
grade held prior to departure any employee whose absence has bean 
approved by that Career Service for the basic 52-month period and 
any extensions of that poriod. 


Career Servic: as are not obligated to restore to octive maeniaad 


extensicn of the basic 52-month period is not ayoroved . 


In the event a Career Service is unable to oyprove a rc 
within and up to the 52-month basic period, the career (as 
to trial~period) employees will have the options to reanin in p ates 
resign, Or convert to WAE Reserve Staff Status with no Career Servi 
obligation to restore to active employment or at the grade previous] 
held. 
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ATTACHMENT B 


REPORT AND RECOMMENDATIONS CONCERNING THE SPOUSE USOP PROGRAM 


ds 


is report hae been prepared in accordance with a DRCI-approved 
ion of the Task Perea on Married Couples that the Office of 

om ae to the DOA on the status of the Spouse Teave Withcut Pay 
es year after ite inception. 


noy policy regarding statf enployees accompes ee Spouses 
Breas approved by Mr. Carhlucci on 3 April 190 


VIENS 


3. Under this Program, a staff employee accompanying an Agency spouse to 
a permanent change of station (FCS) utside the Headquarters area is granted 
90 days' Leave Without Pay (LINOP) followi. ng the expiration of accrued annual. 
leave. YE a position, staff or contract, is not identified prior to the 
Grey, of the 90 Geys' TwoP, he or she is converted to “When Actually 
Brployed" (Wau) contract status. The ficld may use the contract to employ the 
spouse at a time, subjece to Headquarters’ prior approval of the proposed 
rate of pay and the work to be performed. Upon return PCS to the Headquarcvers 
area, and lee that no more than 52 ccnsecutive months have elepsed, the 
employee is restored to staff statis in the same Career £ Service and at the 
same grade level beld prior to departure, although not necessarily ta the same 


position. 


A, Yn addition to oe the operation of the Progrem during its 
first year, we considered other issues that have been rais a recentlys (a) 
the & requiremel nt that the seca ee spouse successfully complete the trial 
period in order to be eligible for this Program and (b) the possibility of 
these employees retaining staff status Flowing from (b) was (c) 
reconsideration of the need to continue the LWOP provision; (d) 
reconsideration of the 52-month limitation; and (e) review of the Career 
Service commitment for reinstatement. 


B. Status of Program 

1. During the first year of the new Program, 29 staff employees {-- =] 
and [_] accompanied their spouses on PCS assignments outside the 
Headquarters area Of these [__] 
employees, [_] went on TWoP after the expiration OF Si 1al leave, and [7] 
went directly from staff status to WAR contract status. 


2. Of he [_]vbo went on uwop ,[__}were given staff jobs at their grade 
level before or at the expiration of the 90 days' LWOP. Four others were 


converted to contract status before the LWoP expired, and given jobs. Of _the 


remainder ,[__Pturned to Headquarters, [Jis still on unexpired LWOP, and 
were converted to WAR contract status upon the expiration of LWOP. 


3. O£ the [_]employees on WAR contract, at least [ ]were in a pay status 
at one time or another. 
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4. Both employees who returned to Headquarters were reinstated in staff 
status at thelr previous grade level in their original Career Service, but in 


jobs different fron the ones occupied prior to departure. 
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this provision. “ppaes ma! Li wes believed to bs a logical position, 
the purpone of the trial period. Comple 1 OF the trial period, 
aticendant security review, should 5 an cub any Lene 
ssoecially since later handling of iS over: l Chie, 

al Activities Staff, advises th: ves ry few" enployees S are terwineted 
du ing either the first year, or the Pai rat. theee yeers, of employrent 
although some problens ave surfacing now via the reinvestigation proyran. O€ 
those separations occurring during a trial period, more have been based on 
conduct than on performance. 


c. From the starr oF FY 1982 through 31 July 1°81, [state 
employees were assigned overseas prior to completion of _their trial period [| 
with less than one year of service, and an additional [_] with one to three 
years' service). O£ that group, the laryest number is in OC os less 
than one year, and [Jin the one-to three-year group). The next st 
ith 


with 


numbers are in the DDO, wi and the DDSS', 


v retaining the requirement that the triel period 


a. the ar 
be completed are: 


° Successful completion implies the absence of 
"performance or suitability problems. 


° The danger of suitabil ity/perfomance problems 
later surfacing overseas is reduced. 


. ° he Director of Personnel has the authority 
to make an exception when justified. 


° The responsible Career Service will have sane 
performance basis for discharging their 
personnel management responsibilities for the 
employee. 
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e. The arguments against retaining the trial-period requirement are; 


° It discriminates against spouses, since sponsors 
do not have to meet the same trial-period require- 
ment prior to overseas assignment. 


° Jo date, apparently no problems have surfaced with 
the fairly large number of those assigned overseas 
in 1981 who have not completed the trial period. 


° Making exceptions can leave an impression of 
unfair application of the policy, since employees 
usually have no way of knowing why waivers are 
granted, 


£. Recommendation 


(1) We believe the current policy provides for a minimal 
performance/suitability record for most employees going overseas; and that 
completion of the trial-period requirement should be retained. The Director 
of Personnel may grant a waiver of this requirement in individual cases when 
requested and justified by the responsible Career Service. 


(2) In instances where the accompanying spouse has not completed 
the trial period, and the Career Service does not request a waiver, the 
employee would be granted 90 days' LWOP in order to allow time to locate an 
assignment in the field. Should an assignment not materialize within the 
90-day LWOP period, the employee then will resign from staff employment. 


2. Use of LWOP 


a. Since the inception of the Progran in 1972, LWOP has been either 
the primary mechanism for accommodating the sponsor's Agency spouse; or, in 
the current version, a part of the Program. The change fran the original 
three years of LWOP to the current 90 days with conversion to WAE contract 
status upon expiration of the LWOP was made partly in response to the 
continuing expressions of concern of a number of employees about the fairness 
of this Program. The LWOP provision has provided some benefits to both 
employees and the Agency, but more dollar costs to the Agency. ‘The employees 
gained time credit towards retirement, with no contributions to the fund, for 
up to six months in each calendar year of LWOP. In addition, those who had 
individual (as opposed to family) coverage by FEGLI and/or health insurance, 
were covered with no premium payments for 365 calendar days in LWOP status. 
The Agency gained by being spared the costs of processing resignations, 
clearances, and (re) appointment actions; and, in addition, contributed 
somewhat to some improvement of the morale of employees who earlier were 
"forced" to resign to accompany their employee-spouse to field assignments. 

b. At the same time, the employee's relationship with the Agency was 
maintained while in LWOP status, and time was available to locate an 
assignment, or for one to develop, if these did not occur prior to the 
employee's: departure for overseas. Returning the employee to duty as a staff 
employee from LWOP at any time was relatively sampiee it took one personnel 
action. 
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c. Assuming approval of the recommendation proposed in paragraph 3, 
retaining the 90-day EWOP provision before converting to WAE status becomes a 
more cumbersome procedure. This is because it would then take two personnel 
actions to accomplish the end result rather than the one it will take to 
convert directly to WAE status. 


d. Recommendation 
(1) We believe the need to simplify the handling of this Program 
and to alleviate other perceptions of unfairness that have been more obvious 
than the retirement credit benefit outweigh the potential negative reaction to 
dropping a provision that provides a small benefit to a small number of 
employees. Thus, we recommend that the provision for 90 days' LWOP be dropped 
if the recommendation for retention of staff status is approved. Returning a 
_ staff employee to regular employment status fron WAE status is as simple a 
process as returning to duty from LWOP: one personnel action is required. 


(2) As noted in the trial period paragraph, 90 days' LWOP would be 
available to the spouse whose Career Service does not endorse a waiver of the 
trial period requirement with resignation to be effective at the expiration of 
90 days if an assignment does not materialize in the field. 


3. Retention of Staff Status 


a. ‘his issue has been a sore point for many years. Our previous 
objection to accompanying spouses retaining staff status was based on several 
points: (1) the difficulty in changing a staff employee's grade, should he or 
she serve at a lower grade while overseas-~historically, such actions are 
processed as "change to lower grade" which, even though not a true adverse 
action in these circumstances, tends to create a negative impression in the 
employee's file; (2) the potential for overpayment (and the resultant 
requirement for an employee refund) if the employee serves at a lower grade 
and there is a delay in processing the required paperwork, and (3) the 
"simplicity" of the contract system, prior to PERSIGN, that required only a 
contract amendment for Payroll to effect a pay change. 


b. Despite the fact that "resignation" from staff status for the 
purpose of this Program is, in many cases, a personal trauma to those who must 
go through it (even though it is primarily a paper exercise), the foregoing 
objections to retention of staff status were believed to outweigh the negative 
reaction of a small number of employees to being required to "resign." 


c. Our research shows, however, that there now may be no valid 
reasons why such employees cannot retain staff status; for instance: 


° The processing of contract grade changes now 
; requires more paperwork than does the staff 
: system. (OF/Payroll must have both a 
Form 1150 and a contract amendment in order 
to process a pay change for a contract employee. 
Qnly a Form 1150 is needed for routine staff 
pay changes.) 


Approved For Release 2005/08/15 : CIA-RDP89-01114R000300020001-1 


—ADRIRISTRATIZE ESTESEAL HOE BELY 


LPAPTMELQOP RAG ARE, FSET E et yh 
7 hue ce ie vie aha kes Ae pieienya tee Che 
Approved For Rt $6 2005/08/15 : CIA-RDP89- 01114R086300020001 -1 


° Pecause of this, the potential for overpayment 
when Daty Status Reports (NShe) reach Payroll 
bofore a Form 1150 does is areater for contrect. 
employers than for steffi employees. (Payroll. pays 
the last officiel ly reaudied grece ati salary wien 
a DUR is received.) 


¢ lhe nae of tha tenainoleiy “pay adtjustunent™ on 
accomplish a Aounward gre hange ducing 
mak under this ft : 
orecsion gived by 4& 


ker SLAre ey 
wal a4 qn: MICS STAT 
CONVEL ¢ : a To k 
wove AWE wilt be ab the ¢ “aployee's CUTE 


. 
while in this shetus will he BCOCMP. ishe 


Aotiiori. 


a. She cucrent proyrean Limits the tine the accompanying spcase moy be 
absent from Headquarters to a “maxima” of 52 onthe. Qur files do not 
contain specific details regarding the commosilion of this length e time but 
there is an indication thet four years was Seis od to the new tcur Lenoths,* 
that absence beyond that point raised the specter of a potential lees Ss of 
skills, and that four months was added Jeter to allow for home leave between 
and after two two-year tours. Tre eyes of subsequent absences beyond 
59 months seems to be out of the question based on the use of the vw vd 

"max hun." Tr reality, however, wa can expe ct future requests for additicnal 
ISeNnces ; especially pecheps from stall spouses of Conro employees, end thus 
believe the point deserves attention at this tine. 


b. For both the clerical and prefess sienal employee WhO WoT Ss 
winimally, or not at all, or at sone different occupation, for some length of 
time, the concern about loss of skills in the primary occupation is a 
jegitimate one. The poins at which this is a fact. rather than a spoculation 
is open for debate; however, about four years seems reasona ble, although it is 
not enpirically documented. 


c. Fifty-two months accommodates nicely two back-to-bacs, two-year 
tours with home leave. It also accommodates to separated two-year tours, one 
two-year tour, one three-year tour, two 18-—month tours, or one four-year tour, 
all with home leave. It does not peeantcdens two three-year tours and 
probably does not accommodate sone catbinations of extended basic tours or 
lateral transfers involving differing tour lengths. 


d. It is, perhaps, unrealistic for management not to expect requests 
for additional periods of abs 3eNCe, especially in the face of all the econo; ic 
factors which dictate an increas ing need for both marriage partne;s to be 
employed. At the same time, it is perhaps just as unrealistic for employees 
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previous overseas posts, oe potentially to 
be performed at the next post, and the 
employee's overall] value to the Career 
Garvice; 


(4) that in instances where the Careor Service 
aovs not approve an extension, the cee 
liave the options to remain in place 
resign, Cy convert to Reserve WA it £ 
status with no guarentee of enployment or 
the previously held grade upon return to 

‘ Jeaaquarters. 


(e) that in e rare insvance on the Careor 
Service does not approve a request within 
and up to the basic 52 months, the 
provisions of (d) above will apply. 


- Service Comitwent to Relstate the Accompanying Spouse 


a. ‘The current program includes a commitment that the parent Career 
Service will reinstate the employee in staff status at the same grede level 
held prior to departure although not necessarily in the sane position. ‘This 
principle remains valid but is addressed here as a special point in view of 
the recommendations being made in the preceding paragraphs concern: ing 
retention of staff status and additional absences beyond 52 months. 
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(2) Yt is recemnended, further, that the Career Service t be 
to reemloy the accompanying spouse if an extension is disappreved 
: elects a1 option that interrupts his or her aciive eaploynenc 
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magideration for Vacancies at oa Mew Post 


a. ‘There is no record of specific discussion or controversy on this 
point. whe priority consideration provision could have been incl j 
response to pressure fran those concerned about the progran. It also coule 
have been seen as a cost-effective measure (1.6, if an employable, qualified, 
spouse is available for an assignment, why incur the expense of sending 
another employee from Headquarters?) . Regardless of the original reeson for 
this policy, the Personnel Management Aavisory Board (PMA) believes it 
-inappropriate to have a stated policy which gives one group of cinployees 
priority over another with regard to assignments. ‘the PMAB concluded that the 
current statement should be deleted. 
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> August 1981 Memo to DD/Pers from OGC; Subject: 
Dual Benefits for Working Couples 


2 February 1982 Memo to D/Pers from DD/PA§E; Subject: 
Employees Accompnaying Spouses to Other 
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